This study aims to empirically examine the effect of leadership style toward work motivation and employee performance. Leadership style on this present study focuses on transformational and transactional leadership style. Samples used in this study are 57 respondents who work at PT. Dipo Star Finance in Makassar Branch. The sampling technique used is the systematic random sampling and the sampling refers to the division of work. In this study, the results show that both leadership styles significantly influence work motivation and performance of employees; there are greater influence of transactional leadership style than transformational leadership style. Indirect effect through work motivation is smaller than the direct influence of leadership style and employee performance.
In the current era of economic competition, human resources is a very important factor, as every company is very dependent on it, which ultimately determines the achievement of the goals and objectives of the company. Excellent human resources will become a driver of activities of the organization, making the company excels the lines of business. The organization's activities will run well if it has good human resources and the vice versa.
Wagimo and Ancok (2005: 112) state that there are many studies on human resources to focus on the role of leadership in organizational factors. The definition of leadership may vary depending on the perception of the individual and phenomenon in society.
A person can be said to be a transformational leader when measured from their influence toward subordinates that is based more on trust and commitment than contractual agreements. Transformational leaders help followers see the importance of achieving the vision and mission of the group or organization exceeding the benefit of the followers toward the leaders, and thus they are expected to create a strong, positive influence on the motivation and achievement of the followers (Jung & Avolio, 1999:209) . Basically, transactional and transformational leadership cannot be seen as the opposite approach in resolving all issues concerning leadership. Transformational leadership is built on transactional leadership. Bass (1990) states that all transactional leadership theory has always had a focus to attract followers or subordinates to achieve their best performance through a deal for benefits they will receive.
Changes should start from the top level or leader; this is because a leader is a role model within the organization. Transformational style proposed by Bass in Yukl (2010:305) that "Transformational leadership further improves motivation and performance of followers than transactional leadership does." In this leadership theory, according to Bass in Yukl (2010:305) ,"The followers feel the trust, admiration, loyalty, and respect for leaders and they are motivated to do more than what has been originally expected of them." When both of these theories are combined (transformational and transactional leadership), it is expected to give maximum impact to the followers or employees.
In addition to leadership by leaders, motivation also has an important role as motivation improves the performance of employees. The importance of motivation is disclosed by Hasibuan (2001:141) is that "motivation is a cause, distributes, and supports human behavior so they work hard and enthusiastically to achieve optimal results." Such motivation can stimulate employees to better mobilize energy and mind in realizing the company's goals. If the need for it is met, then there will be satisfaction and smoothness to the improvement of employee performance.
According to Sedarmayanti (2001:50) , performance is also translated as achievement or outcomes. According to (Ainsworth and Smith, (2007:4) , "Performance is the end point of people, resources, and certain environmental, which is gathered together with the intention to produce certain things, whether tangible products or intangible services". Improved performance will be realized if the employees have the ability to complete the job or task that they are responsible respectively. Therefore, leaders are expected to give impetus or motivation for employees. The problem most often encountered by leaders of the organization is to find the best way to help employees have a sense of belonging for the existence and their responsibilities in the company. To address employee performance can be done by seeking the needs of employees. The needs and desires of these workers will be able to accelerate and to become the reason for employees to work as best as possible in order to achieve company's goals. Motivation then is the right way to provide energy to drive the potential of employees, to create togetherness, and to find the desire of the employees working in the organization.
Based on the descriptions above, it can be seen that in order to achieve good performance and good motivation, it takes a combination of transformational and transactional leadership style.
LITERATURE REVIEW
According to Bass (1990:230) , leaders change and motivate followers by raising the level of awareness of subordinates of the interest and value of the work assigned and how to achieve it, make subordinate to think and work beyond personal interests and focus on the interest of the group of organization or community, and change level of hierarchy by expanding the needs of subordinates. Robbins (2007:472) gives the definition of transformational leadership as a leader who inspires followers to go beyond their personal interests and capable of carrying a profound and extraordinary effect on the followers.
Based on the afore-mentioned explanation, we can conclude that transformational leadership style directly and indirectly change employees by expanding their needs. This leadership styles emphasizes the positive value of the work. According to Muchiri (2002:270 ), a transformational leader shows charisma, inspirational motivation, intellectual stimulation, and individualized consideration. With transformational leadership, followers feel the trust, admiration, loyalty, and respect for the leaders, and they are motivated to do more than what is expected on them.
Bass (Hasibuan, 2001 ) states transactional leadership and transformational leadership may be found in one leader because one can display a variation of transformational and transactional leadership at the same time. Problems in an organization may vary, so are subordinates, and therefore variations of both styles of leadership are expected to provide better results in the achievement of corporate goals.
Transactional and transformational leadership cannot always been seen as a different approach to resolve any problems within the organization. Transformational leadership is built on top of transactional leadership. Transformational leadership produces higher level of effort and performance of employees, beyond what would happen with transactional leadership; and it can be conclude that "Transformational leadership is proven by the very strong relationship with a low turnover, high productivity, and higher employee satisfaction" (1991) state that "rewards given to followers are short-term benefits and long-term". This concept is similar to the concept proposed by Kunhert and Lewis (1987). They state "there are two levels of transaction between the leader and his followers, the high level of transactions and the low level of transactions" and one of which is the form of interpersonal transaction relating to transactions between the leadership with subordinates. According to Nawawi (2005: 352) from the point of psychological theory, motivation can be divided into two categories, namely the content theory and process theory. The content theory of motivation includes the theory of Maslow's needs, the ERG theory, the two-factor theory of Hezberg, and the achievement theory. Alderfer Claytorn from Yale University develops ERG theory. ERG stands for Existence, Relatedness, and Growth. Alderfer in Winardi (2002: 78) argues that Alderfer is not satisfied with the need theory of Maslow, then he develops an alternative about human needs.
The three needs by Alderfer in Winardi (2002:79) are as follows: a. The need for the existence (Existence Needs = E) is the requirement that covers all the desires belonging to the physiological and material needs. b. The need to belong to a group (Relatedness Needs = R) is the need to have a harmonious relationship with other parties or colleagues and satisfaction which is achieved due to a sense of belonging and a feeling of safety. c. The needs for growth (Growth Needs = G) is the need to develop into a human being and to take advantage of the entire individual's ability to achieve their full potential.
From the above opinion, it can be concluded that although human needs looks like a ladder as described by Maslow, however, according to Alderfe, it is not persistent, meaning that if the above requirements are already fulfilled does not mean the needs below will not be filled again.
Performance or achievements of employees are affected by many factors, which in turn is used as the basis for determining the policy of the company in order to increase and improve employee performance.
Employee assessment is a systematic evaluation of the work of employee potential that can be developed further. Assessment is the process of determination of value, quality, or the status of some objects, people or something. According to Handoko (2001:135) , the performance evaluation is a process in which organizations evaluate or assess the performance of the employees.
Bernaddin and Russel (1993:383) suggest six key performance criteria that can be used to assess an employee, i.e. quality, quantity, timeliness, cost effectiveness, independence, and cooperation.
Any leader who wants to promote and enhance the company better must own good leadership style. An organization having intelligent employees and rapidly changing dynamics obviously needs transformational leadership style as capital for every leader and manager in the company.
METHODS OF RESEARCH
In accordance research objectives, this case study is explanations (explanatory research), According to Churchill (2005:29), explanatory research is a design with more emphasis on gathering ideas and inputs, and is especially useful for solving a widespread problem by making narrower and more precise sub-problems. The main emphasis of explanatory research is on the discovery of new ideas in testing new hypotheses that have been formulated to later be verifiable. The population in this study was the employees of DSF. DSF Makassar Branch has six divisions, i.e. Treasury, Financial, Cashiers, Administration, Marketing, and Collection, with a total population of 126 employees.
This study used systematic random sampling to determine the sample. According to Sugiyono (2010:75) , systematic random sampling is sampling involves a systematic order of rules in certain populations. Probability of sampling is not the same regardless of the similarity frequency of each member of the population. To determine the sample size used in this study, Slovin Formula with a tolerance of 10% was used, so the number of sample used in this study was 57 respondents.
Data collection is a systematic and standard procedure to obtain the necessary data. The data was collected through questionnaires. The items on the questionnaire were closed, and respondents were provided five alternatives of answers. 
RESULTS AND DISCUSSION
The coefficient of determination explains how much the model explains the path formed in explaining the data used in the study. The determination coefficient value ranges from 0.0% to 100%, where the higher the coefficient of determination, the better the model in explaining the data used. Total determination coefficient obtained based on the calculation model of the path is 0.899 that showed that the model could explain 89.9% of the data used in the study. Hypothesis one (H1) tested whether there was the effect transformational leadership on employee motivation. The path coefficient (β = 0.326) shows that a good transformational leadership will significantly improve employee motivation, and the vice versa -unfavorable transformational leadership will significantly lower employee motivation. The path coefficient (β = 0.492) shows that a good transactional leadership will significantly improve employee motivation, and the vice versa-unfavorable transactional leadership will significantly lower employee motivation. The path coefficient (β = 0.276) shows that a good transformational leadership will significantly improve employee performance, and the vice versa -unfavorable transformational leadership will significantly lower employee performance. The path coefficient (β = 0.297) shows that a good transactional leadership will significantly improve employee performance, and the vice versa -unfavorable transactional leadership will significantly lower employee performance. The path coefficient (β = 0.3.62) shows that good motivation will significantly improve employee performance, and the vice versa-bad motivation will significantly lower employee performance. The path coefficient (β = 0.118) shows that a good transformational leadership will significantly improve employee performance in accordance with the increase in motivation, and the vice versa -unfavorable transformational leadership will significantly lower employee performance in accordance with the decrease in motivation. The path coefficient (β = 0.276) shows that a good transactional leadership will significantly improve employee performance in accordance with the increase in motivation, and the vice versa-unfavorable transactional leadership will significantly lower employee performance in accordance with the decrease in motivation.
The first hypothesis stating that transformational leadership has a significant effect on work motivation is accepted. The test results show there is a positive and significant effect of transformational leadership on employee motivation. It can be seen from the t-count value (2.201) which is greater than t-table (1.960) and p-value (0.032). This is consistent with the theory (Jung & Avolio, 1999: 209 ) that trust, admiration, loyalty, and respect from followers to leaders is expected to create a strong, positive influence on the motivation and achievement of followers.
The second hypothesis stating that transactional leadership has a significant effect on motivation is accepted. The test results show there is a positive and significant of transactional leadership on employee motivation. It can be seen from the t-count value (3.322) greater than t-table (1960) and the p-value (0.002) which is smaller than alpha value (0.050).
The third hypothesis stating that transformational leadership has a significant effect on performance is accepted. The test results show there is a positive and significant impact of transformational leadership on performance. It can be seen from the t-count value (2.204) which is greater than t-table (1.960) and the p-value (0.032) which smaller than alpha value (0.050). The path coefficients (β = 0.297) indicates that a good transformational leadership will significantly improve the performance of employees, and the vice versa, unfavorable transformational leadership will significantly decrease the performance of employees.
The third hypothesis stating that transactional leadership has a significant effect on performance is accepted. The test results show there is a positive and significant impact of transactional leadership on performance. It can be seen from the t-count value (2.204) which is greater than t-table (1.960) and the p-value (0.032) which smaller than alpha value (0.050). The path coefficients (β = 0.297) indicates that a good transactional leadership will significantly improve the performance of employees, and the vice versa, unfavorable transactional leadership will significantly decrease the performance of employees.
The fifth hypothesis stating that work motivation has a significant effect on the performance of employees of PT. Dipo Star Finance Makassar Branch is accepted. The test results show there is a positive and significant impact of work motivation on performance. It can be seen from the t-count value (3.208) which is greater than t-table (1.960) and the pvalue (0.002) which smaller than alpha value (0.050). The path coefficients (β = 0.362) shows that high motivation will significantly improve the performance of employees, and the vice versa, low motivation will significantly decrease the performance of employees.
This study contradicts the research done by Munawaroh (2011) , which examines a Catholic high school in Malang, East Java. In the study, transactional leadership styles have a negative response. This occurs, as PT. Dipo Star Finance is a profit-based company in which reward and punishment will be a trigger for employees to improve performance.
CONCLUSION
The hypothesis in this study showed a significant and positive response. We can conclude that both transformational and transactional leadership style directly affects the performance of employees of PT. Dipo Star Finance. Transactional leadership style brings a good effect on performance, which is different from the study that examined an educational institution in which transactional leadership style has a negative response. For profit-based organizations, transactional leadership style is suitable to be applied by the upper-level managers.
